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INTRODUCTION
Numerous studies have documented that, after investing in undergraduate and law school studies and establishing careers in law practice, women are leaving the legal profession at higher rates than men. 1 Attrition is costly for both law firms and the women lawyers who leave. Employers incur a significant cost in the recruitment and development of junior associates, and they strive to retain the legal talent they have. 2 Turnover also creates high costs due to missed contributions of experienced firm lawyers, instability of departments or teams, disruptions to trusted relations between firm lawyers and clients, and loss of proficiency. 3 The cost of losing lawyers from a firm is particularly severe if a component of their knowledge was strongly firm-specific, such as deep tacit knowledge about the firm's culture and business acumen, because this knowledge is difficult to rebuild or replace. 4 For lawyers, leaving a law firm also carries personal costs. Law graduates invest years in higher education and certification and often graduate with a sizeable student debt load. 5 Individuals who leave law practice after years of study and professional training make a significant change in their career path from their initial aspirations. Even turnover within the legal profession, across firms or between sectors of practice, disrupts individuals' lives in the short term and may have long-term costs in regard to earnings and career advancement. 6 For women, job turnover may be particularly damaging. Women lawyers leaving private law practice, for example, may find it difficult to "opt back in" 7 at commensurate job levels. 8 These barriers to reentry further perpetuate and exacerbate gender inequalities. 9 To date, research has focused narrowly on dissatisfaction with promotion opportunities and motherhood and the issue of work-life Discontinuity, 1967 -1973 , 22 WORK & OCCUPATIONS 167 (1995 (finding that breaks from employment negatively impact the wages of young white women).
balance as the primary reasons why women lawyers leave their job. 10 Yet, a far more extensive range of factors influence whether women change jobs, leave law practice, or stay with their first employer after admission to the Bar. 11 Broader consideration of the organizational and environmental factors shaping women lawyers' employment opportunities and job-changing behavior is lacking in the literature. 12 This paper starts to fill this gap by identifying and testing for the effects of several possible theoretical mechanisms that may be salient to job turnover. Using a sample of lawyers who started their careers in private practice, either in law firms or as solo practitioners, we examine the following research questions: (1) Do most lawyers launching their careers in private practice remain in private practice across the span of their careers or is there significant attrition from private practice?; (2) What factors prompt lawyers to leave private practice?; and (3) What policies might help to retain legal talent and reduce turnover in private practice?
I. THEORETICAL EXPLANATIONS

A. Job Satisfaction and Turnover
One of the most pervasive explanations of turnover draws attention to the experience of professional work, particularly subjective assessments and organizational attachment fostered through work. As Alberta, 1991 Alberta, -2003 R. P. Steel notes, "no other single domain of work has had as much influence on turnover research as attitude theory." 13 Attitude theory argues that job satisfaction mediates the relationship between job and organizational attributes (e.g. earnings, nature of the work, advancement opportunities, and coworker relations) and turnover. 14 The general claim is that dissatisfaction with one's job triggers thoughts about leaving the organization. 15 Numerous studies find support for this theory, demonstrating job satisfaction to be an important factor in predicting employee retention across a range of professions. 16 So, are men and women equally satisfied in law practice?
Several studies of lawyers find that although women report overall job satisfaction equal to that of men, women report being less satisfied with specific aspects of their work. 17 Women lawyers appear less satisfied with such aspects as compensation, job opportunities, 18 job setting, and promotion prospects. 19 in creating a work environment that induces workers to remain employed at the organization. 20 Failure to satisfy junior lawyers' aspirations via resources, assignments, and advancement possibilities encourages lawyers to consider leaving their workplace. 21 Weak prospects of being promoted, in particular, appear to be a key consideration in the decision by junior lawyers to quit a firm or transfer to another firm or employer. 22 Women professionals generally receive a smaller share of workplace rewards, including promotions. 23 For example, in a study of 2,587 lawyers from two cohorts (1969-1973 and 1980-1983) of U.S. lawyers in Chicago and New York, Stephen Spurr and Glenn Sueyoshi found that "women [lawyers] are considerably less likely to be promoted and slightly more likely to leave the firm" than men. 24 Similarly, Joan Brockman's study of British Columbian lawyers revealed "'[c]areer advancement' and 'attaining partnership' were most frequently mentioned by lawyers of both genders as . . . area [s] in which women are discriminated against." 25 As Nicola Patterson and Sharon Maven note, "it is perhaps unsurprising that women are leaving corporate employment in increasing numbers as their need for challenge, achievement and status is left unfulfilled." 26 Although much of the literature on job satisfaction and turnover has emphasized the importance of promotion opportunities to secure retention, clearly other job resources can play a motivational role by increasing lawyers' learning and development and fostering a dynamic work environment. 27 colleagues, play an important role in encouraging work engagement and access to challenging assignments. 28 A positive relationship with colleagues may build organizational commitment, thereby lowering intentions to quit.
Again, women appear disadvantaged on this front, as they are overlooked by possible mentors and left off challenging cases. The literature on the legal profession documents women's lack of mentors and developmental experiences and reduced promotion prospects, particularly in law firms. 29 Brockman's study also documents other job resources, such as access to clients and assignment of files, where women were disadvantaged, thereby reducing their subsequent opportunities for promotions. 30 In a study based on in-depth interviews with one-hundred attorneys in the Denver metropolitan area, Nancy Reichman and Joyce Wallace Sterling argue that:
[W]omen's 'choices' reflect their ability to accumulate professional assets balanced against the pull of the family.
Women described their disappointing experiences with work assignments, lack of recognition of their abilities, [and] problems they experienced while trying to find an influential mentor. The stories about work that we gathered suggest that choice may be as much about the push away from work as it is about the pull of the family. 31 Furthermore, Jean Wallace's survey of Calgary lawyers shows that "intrinsic and professional job rewards and work demands significantly influence lawyers' dissatisfaction and desire to leave" the legal field. 32 Wallace finds that when women lawyers' work is sufficiently 28 challenging and service oriented, while not conflicting with their home life, they are more satisfied with and, in fact, are more committed to the practice of law than their male colleagues. 33 Consistent with attitudinal theories of job satisfaction and turnover, we hypothesize that lawyers' satisfaction with content of work, opportunities for promotions ("power-track"), and collegiality will encourage retention in private practice. We also expect that while men and women are similarly satisfied overall with their professional work, gender differences emerge with reference to specific forms of job satisfaction, including content of work, promotion opportunities, and collegiality. Such differences may contribute to gender disparities in departures from private law practice.
Hypothesis 1d: Men assess their job satisfaction with content of work, opportunities for advancement, and coworkers' support more positively than women assess these same job attributes.
B. Family Pressures and the Firm
Another argument commonly invoked in explaining job turnover describes women lawyers as opting out of their careers to raise their young children. This approach views women's voluntary exits from law firms as a strategic adaptation in the face of demanding responsibilities of work and home life. 34 As a result of conflicting demands of work and family, women are seen as more apt to leave law firms and even jettison the profession entirely. 35 In support of the opting out argument, 33 research has shown that the overall workload of managing career and family, as well as the negative spillover from work to home (e.g. requirements to work evenings and weekends) or from home to work (e.g. interruptions at work to deal with childcare issues), predict job turnover and turnover intentions. 36 In addition, men and women professionals tend to cite different reasons for leaving jobs, with women being more likely than men to cite reasons such as childcare responsibilities, illness in the family, pregnancy, and the desire to have a job closer to home. 37 women with professional or graduate degrees have high rates of employment, return to work following short interruptions for children, and have low rates of opting out. 42 Similarly, Wallace found that, compared with men, "women [lawyers] are . . . less likely to want to leave the practice of law [,] " and neither marital status nor presence of preschool-aged children affects lawyers' job dissatisfaction or desire to leave the practice of law. 43 The central flaw of the opting out argument is that it pays little attention to structural aspects of the workplace. Instead, the framework blames women professionals, implying that working mothers fail to manage their multiple roles effectively and make the choice to leave their careers to stay home with their children. The language of opting out overlooks other factors, such as inflexible workplaces, labor market instability, men's lower contributions to housework, unstable childcare arrangements, and other reasons why women may not work outside the home. 44 We consider these broader issues next.
C. Organizational Context and Available Options
Numerous studies suggest that women's exits from private practice are in fact the result of a broader range of reasons than childbearing and a decision to stay home with children. In a study of Alberta lawyers, Brockman found that women often report leaving the legal field due to the lack of flexibility offered by law firms, excessively long hours, childcare commitments, and stressful nature of work. 45 And while part-time schedules may be offered in employers' formal policies, most lawyers refrain from part-time schedules for fear of damaging their career. 46 These studies hint at the fact that what others have called opting out more accurately consists of women making career adaptations (e.g. reduced hours, shifting areas of practice, and slower promotion tracks), or even temporary or long-term exits from their careers, as a consequence of being pushed out by the rigid inflexibilities of their work environment. 47 From this perspective, individuals' choices are bound by organizational structures and cultures. 48 In the context of law, lawyers often work in firms that define the options in terms of career ladders, full-time and part-time work options, and leaves and benefit plans. 49 Firms also convey expectations about caseload, hours, and delivery of legal services. 50 However, it is not only workplace benefits and organizational structures that constrain (or enable) lawyers' choices. Practices within the firm, such as a culture that places a strong emphasis on billings, establish further strictures. The emphasis on billable hours conveys to junior lawyers a firm's "engrained cultural beliefs and practices around work time and face time as indicators of work commitment, productivity, and quality." 51 The emphasis on organizational context and available options shifts research away from the opting out rhetoric of individual choice. Rather, the focus is directed to rising pressures with increasing billable hour quotas 52 and "time cages" of professional work 53 as pivotal to job turnover. 54 One way in which professionals may adapt to increased family commitments is through work schedule flexibility. Organizational provisions such as schedule flexibility may moderate the effects of increasing family responsibilities on job turnover by providing lawyers with greater ability to manage what are often competing demands. 55 To the extent that turnover intentions reflect the absence of work-life balance, planning to leave a job with extreme demands can be a strategy to achieve a better sense of fit. 56 professionals to take advantage of shorter or pliable work schedules and to take time off for personal matters. Research demonstrates that flexible work schedules are associated with higher organizational commitment, greater job satisfaction, 57 lower stress and lower work-family conflict, 58 and reduced job leaving. 59 Further, organizations that offer flexible scheduling and family-friendly policies may enhance lawyers' commitment to the firm by building a work environment where the firm leaders are viewed as being fair, accommodating, and valuing the skills offered by lawyers employed in the firm. 60 Hypothesis 3: The availability of flexible work schedules will decrease the rate of exits from private practice.
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D. Globalization, Economic Instability, and Changing Firm Structures
It is important to acknowledge that the organizational contexts in which many private practice lawyers work, law firms, have changed dramatically in recent years. The global expansion of law firms has seen the growth of foreign offices with an emphasis on corporate mergers and acquisitions work. 61 Law firms have expanded dramatically in size over the last three decades, and this growth is accompanied with an increase in the number of branch offices, domestically and internationally. 62 Increased leverage (rising numbers of associates relative to the number of partners) has developed with the growth in size and geographic scope of large law firms. 63 at least two stages to the tournament in most large law firms. 65 The first stage of the tournament is the promotion from the ranks of associate to partner. The second stage occurs at the partner level in which nonequity (service or salaried) partners battle to join the ranks of equity (owners, profit-sharing) partners. The two-tier model has become the norm in many of the large law firms, particularly those with multiple offices. 66 Globalization of firms also raises new challenges for strategic decision-making and competitive expansion, 67 networks of knowledge transfer and cohesive firm cultures, 68 and professional autonomy in a managerial model of firm expansion. 69 Beyond globalization and changing firm hierarchies, private practice more generally has seen significant changes in recent years. There has been a decline in the traditional model of solo practice and small partnerships, 70 causing a shift to larger firms. 71 Demographics have also changed with rising numbers of women and racial minorities entering law. 72 The nature of legal work is also changing across various practice settings. In recent years, there has been a ratcheting up of workloads and time pressures on legal professionals. 74 Some scholars argue that the "boundedness" of working time is evaporating with the use of information technologies and that the mounting expectations that lawyers be available to their clients and law firms at any hour, including weeknights and weekends, further contribute to stress. 75 The expansion of hours demanded in legal practice contributes to work balance issues, particularly for women who typically bear a heavier share of childcare responsibility. 76 The escalating time pressures combined with a lack of workplace policies to accommodate family responsibilities may prompt some women to interrupt their careers in private practice, making moves to more predictable hours in government work or leaving the labor market entirely for a period of time. Certainly, the dominant model of career progression 77 has assumed an "ideal worker," 78 one whose career is both linear and continuous. 79 In contrast, women have more often tended to experience interrupted, nonlinear careers due largely to family commitments. 80 Perhaps women's careers are not the only anomalous ones in today's economy. The careers of both men and women lawyers may be subject to greater flux, including discontinuous career paths, as a result of globalization, economic recessions, rise in dual-professional market shelters protect professions from outside pressures but also may thwart innovation couples, and changes in job conditions in modern firms. 81 We know little about the impact of interruptions, such as their length and nature, on the careers of legal professionals.
We surmise that interruptions that are long in duration, the result of a single extended leave or a series of short leaves, will augment the chances of leaving private practice. Law firm leaders may view these interruptions as a lack of commitment by the lawyer, and interruptions longer in duration may also indicate a lawyer's serious engagement with other possible ventures (e.g. establishing a business or entering politics). The nature of the interruption may matter as well. Parental leaves, in particular, may not receive the same acceptance as those leaves taken by lawyers for the purposes of working as in-house counsel, campaigning for election in politics, or serving in the government. Each of these pursuits may be viewed as bringing rich assets to the firm, including the development of new expertise or the channeling of new, lucrative clients to the firm. We therefore suggest two hypotheses related to interruptions from law practice.
Hypothesis 4a: Gaps between jobs, especially for long durations, will hasten departures from private practice.
Hypothesis 4b: Taking a parental leave will increase the risk of leaving private practice.
The broader economic context is also salient to the career progression of lawyers in private practice. A sizeable body of literature suggests economic climate influences turnover. 82 Periods of both economic decline and prosperity may prompt an increase in job movement, albeit for different reasons. Poor economic conditions at the time of career launch may lead law graduates to change jobs in an effort to land a desirable or secure position. They may also quit their jobs as preemptive moves to avoid the impact of downsizes, partnership denials, and partnership dissolutions, 83 or they may be terminated prematurely and become casualties of difficult economic times. In contrast, when the economy is prosperous, there may be a high tendency for people to hop among different organizations for career advancement. 84 that the latter mobility pattern occurs primarily in the form of firm-to-firm job changes, a jockeying for preferred positioning in the private practice marketplace, rather than movement across sectors of law practice. Meanwhile, a difficult economic climate, especially one that clouds the labor market as new graduates enter private practice, is likely to cause significant instability, prompting lawyers to seek jobs across sectors of practice or to exit law practice entirely. We pose one final hypothesis, which is centered on economic climate at time of career entry.
Hypothesis 5: A high unemployment rate at time of entry to career is a significant and positive predictor of leaving private practice.
E. Data, Measures, and Methods
The source of data for this study comes from a longitudinal panel survey of lawyers in the province of Ontario. In the Canadian context, Ontario is an ideal setting to study legal careers because the province is home to nearly half (41 percent) of the nation's lawyers. 85 We collected data at four time points and at six-to eight-year intervals: 1990, 1996, 2002, and 2009. The relatively short intervals were chosen in an effort to capture knowledge of recent job histories and workplace conditions while these events and situations were still fresh in participants' minds. surveys yielded very respectable response rates (close to 70 percent each mailing).
The surveys were designed using a unique format, including a professional work history calendar summarizing job changes across time. These rich data were collected at six-year intervals with each survey mailing gathering information on up to eight professional positions. Each survey also included a range of other questions about job satisfaction, workplace responsibilities, and organizational context, as well as questions about life outside law, including marriages, children, and parental leaves. The four waves of surveys, conducted in 1990, 1996, 2002, and 2009, were then merged together, and the work and life histories were nested into each individual's record or biography. Conducting survey waves every six years minimized inconsistent autobiographical reconstructions and recall difficulties. 86 Our analysis includes several independent variables to test the hypotheses outlined above. Among our demographic and family variables, we included gender (1=female), racial minority (1=minority), and marital status (1=married or cohabiting). We measured children in terms of four dummy variables: one, two, three, and four or more children (with no children as the comparison category).
We tapped human capital through five variables. Elite law school was defined as the University of Toronto, the highest ranked university and the highest tuition in the province (1=University of Toronto). 87 Areas of law were coded as business law (including corporate commercial, banking, securities, industrial and intellectual property, and tax), litigation, people law (including social welfare, other administrative law, wills and estates, family, labor, and real estate), and criminal law, following the work of Elizabeth Gorman. 88 The hours worked variable required lawyers to report the number of hours they worked each week, including day, evening, and weekend hours. Client recruitment tapped whether lawyers had primary responsibility for clients of the firm (coded 0) or clients they brought in (coded 1). We also assessed the amount of time lawyers devoted to corporate clientele, with more than 50 percent of their time spent representing corporate clients (coded 1).
Next, we captured the initial organizational setting in terms of organizational size, desirability of first job, geographic location, and economic climate at time of entry to law. We asked lawyers to describe their first job in private practice as either solo practice or law firm. We then coded the size of firms in terms of small firms of less than ten lawyers, small mid-sized firms of ten to nineteen lawyers, large mid-sized firms of twenty to forty-nine lawyers, and large firms of fifty or more lawyers. We entered solo practice and the various firm size variables as a series of dummy variables in the regression models.
We asked lawyers how their current position compared with the one they originally wanted after bar admission. This variable, landed first job desired, was coded: 1=nothing like; 2=little of what; 3=some of what; 4=mostly what; and 5=exactly what they wanted. Lawyers reported whether they started their careers in the Greater Toronto Area (GTA=1) or elsewhere. We also included in our analysis a measure of unemployment rate at the time each yearly cohort was admitted to the Ontario Bar (range=6.9 to 11.8).
In addition, we included a set of variables intended to assess job satisfaction and workplace benefits. We measured job satisfaction in terms of three dimensions. Satisfaction with content of work asked lawyers to rate their level of satisfaction with the nature of the work. We also asked lawyers to assess their level of satisfaction with working relationships with colleagues as a measure of collegiality. Another composite measure tapped lawyers' satisfaction with the "power-track" in their work setting. This scale asked lawyers to rank their level of satisfaction with income, prestige of work, and opportunity for advancement (alpha=.78). 89 Prior research demonstrates the importance of separating out dimensions of job satisfaction rather than using a global measure of job satisfaction. 90 This differentiation is important because studies have shown women and men share similar levels of general satisfaction, while at the same time there are gender differences on specific facets, such as promotions and substance of legal work. 91 In addition, we inquired about work benefits, specifically, the flexibility of hours afforded at the early career stage. In the first wave of the survey (1990), we asked lawyers whether their job offered flexible work hours (on a full time basis) (coded 0=none; 1=yes). Sex discrimination measures whether the lawyer reported experiencing sexual discrimination "occasionally," "frequently," or "always present" (coded 1). Studies of promotion and retention often do not include measures of sexual discrimination; 92 however, research suggests these perceived experiences are significant obstacles to women's successful integration in the profession. 93 Finally, we included three measures designed to tap aspects of career breaks. The first measure, duration of interruptions, calculates the number of months between positions totaled across the lawyer's career to date (range=0 to 78). Parental leave measures whether the lawyer reported taking a parental leave during the course of their career, and other leaves measures whether they took a leave for purposes other than parental leave. +p=.06; * p<0.05; **p<0.01; ***p<0.001 (two-tailed tests).
Our analysis estimates proportional hazard models using Cox regression. 94 This procedure allows us to estimate the probability of temporary or permanent departure from private law practice, conditioned on surviving in private practice until the time of observation. 95 The focus is on the hazard rate or risk of an event occurring-in this case, the event of leaving private practice. Each lawyer's hazard rate for experiencing a transition out of private practice will vary depending on their conditions and can be understood as influencing the expected length of time until the transition occurs. 96 The model on which this method is based is called a proportional hazards model because the hazard for any one individual is a "fixed proportion of the hazard" for any other individual. 97 Therefore, variables with coefficients indicated as statistically significant can be interpreted as having a significant effect on the relative timing of exit from private practice, rather than simply whether or not a lawyer exits private practice. 98 In our analysis, we nest regression models to examine the utility of various explanations for gender differences in leaving private practice. The baseline model shows the effect of demographic and family size variables on leaving private practice. In subsequent models, we add human capital attributes (Model 2), organizational context (Model 3), job satisfaction and experience variables (Model 4), and interruptions and leaves (Model 5). This process of nesting regression models enables us to see which theoretical explanation best accounts for the relationship between gender and leaving private practice. 99 We turn next to examine the findings from our statistical analysis.
III. QUANTITATIVE RESULTS
Among our full sample of 1,577 law graduates, the majority launched their careers in the private practice of law (72 percent). Within private practice, 80 percent entered law firms as associates. Nine percent of the lawyers in private practice started as partners, establishing firms with colleagues or joining an existing practitioner in partnership. Meanwhile, 11 percent began their careers working as solo practitioners. While nearly three-quarters of law graduates entered private practice, other law graduates began their careers in various lines of work. About 10 percent of law graduates entered government, 4 percent worked as in-house counsel for corporations, 2 percent joined Legal Aid or law clinics, and 7 percent worked in other settings. An additional 5 percent of law graduates did not practice law immediately after their admission to the Bar. Our focus is on the pathways for those who started in private practice as law firm lawyers or as solo practitioners.
One of the most interesting observations is just how much mobility there is within legal careers. The lawyers in this study were admitted to the Bar between nineteen and thirty-four years ago (at the time of the 2009 survey). This fifteen-year cohort of lawyers is now in the mid-to late-career stages. Those who started their careers in private practice had on average three professional positions across their careers to date. There is, however, considerable variation. Only 24 percent of the sample had just three positions. Six percent had stayed in the position where they launched their career (many of these are solo practitioners), another 25 percent had two positions, 17 percent had four positions, and 19 percent had five or more professional positions. Another 7 percent had between six and as many as twelve positions over the course of their career. Careers are not necessarily continuous flows from one professional position to another. Many lawyers in our sample of private practitioners had experienced at least temporary interruptions over the course of their careers. Almost half (49 percent) of all private practitioners experienced gaps of some duration between professional positions. The average length of time accumulated across gaps was greater for women (mean=6.14, SD=11.97) than for men (mean=2.89, SD=7.42) (t-test=5.47, p<.001).
The reasons for career interruptions vary by gender. For women, caring for children was the most common reason (ranging from 25 to 46 percent) for career interruptions. On the other hand, men offered unemployment, higher education pursuits, and travel as reasons why their careers were interrupted. Illness and injury were the least common reasons (typically under 5 percent) for both men and women. Women were consistently more likely than men to list responsibilities for childcare and looking after parents as activities during career interruptions.
Surprisingly, a sizeable share of lawyers left private practice during their careers. Of the 1,134 lawyers starting out careers in private practice, 493 (or 44 percent) left private practice at some point. 100 Twenty-five percent exited within four and a half years, and almost half of the lawyers had left private practice within twenty-one years of their admission to the Bar. Women were more prevalent among the departed. Fifty-two percent of women who started in private practice exited, compared with 35 percent of men. Among those lawyers who left private practice, 18 percent of women and 15 percent of men returned to private practice at a later time in their career. We are interested in learning more about these lawyers who left private practice. We explore the factors influencing this exodus in the next section. Table 2 presents the multivariate results of our Cox proportional hazards regression analysis predicting exits from private practice. These coefficients can be converted to hazard ratios by exponentiating individual coefficients. In most cases, the hazard ratio is easily interpreted as the relative shift in the hazard rate that is associated with a one-unit change in the variable. 101 For example, according to 100 . Some of this movement may be for reasons of retirement, though the majority of our sample would be in their mid-career stage at the time of the survey. The longest career possible in our sample is thirty-four years at the time of the 2009 survey (for a lawyer called to the Bar in 1975), and only a quarter (twenty-four percent) of our sample was over fifty-five years of age at the time of the final survey. It is likely that a small percentage have taken early retirement (though some may have exited law to pursue other careers or business ventures prior to formal retirement). Model 1, women are significantly more likely to leave private practice ( =.518***, hazard ratio=1.678). In this case, women face a hazard of leaving private practice that is 68 percent greater than that of men. Generally, a hazard ratio of greater than one suggests an increased risk (probability and timing combined) of attrition, while a ratio of less than one indicates a reduced risk." 102 Having children does not appear to be central to job moves, though something interesting happens when lawyers have three children. There is a significant effect at three children ( =.393**, hazard ratio=1.481) (providing support for Hypothesis 2). Lawyers with three children move out of private practice 48 percent more quickly than those with no children. This is perhaps a breaking point for firms. As one lawyer in our study commented, "Bay Street has a tolerance for up to two kids. After two kids, women are shown the door."
Model 2 adds human capital effects. Those lawyers working in the area of people law are less likely to make an exit from private practice ( =-.483*) than those in other areas of law. Not surprisingly, lawyers who are successful early in their career at recruiting clients ( =-1.364***) and who represent corporate clients ( =-1.400***) are also at less of a risk of leaving private practice. It is important here to note that women were less likely to have primary responsibility for bringing in new clients to the firm, and women also spent less time, on average, representing corporate clients than their male colleagues (see Table 1 ). As a result, the gender difference was reduced with the inclusion of these variables, though the difference remains sizeable and statistically significant ( =.339*).
Inclusion of characteristics of the organizational setting in which lawyers launched their careers did little to reduce the gender gap in leaving private practice. In Model 3, firm size and solo practice settings did not significantly affect the risk of exiting private practice. However, lawyers who successfully landed the job they ideally wanted after law school were less likely to leave private practice at a later date ( =-.227***). Starting off in a much desired job reduces the risk of leaving private practice by 21 percent. The matching of aspired position with eventual job offer is a powerful retainer of legal talent. Yet, for those who entered private practice during periods of economic hardship-many lawyers in our sample were among the graduates entering law during the recession of the late 1980s-poor economic climate was a significant force, over and above their human capital and In Model 4, we introduce job satisfaction and experience measures. Satisfaction with power-track proves to be an important element in reducing lawyers' risk of leaving private practice =-.324***). Consistent with Hypothesis 1b, individuals starting out in environments rich with promotional and financial opportunities move 28 percent more slowly out of private practice than individuals working in different environments. In contrast, satisfaction with content of legal work does not have the same holding power. Counter to Hypothesis 1a, satisfaction with content of legal work increases the risk of leaving private practice ( =.197***). Lawyers who are more satisfied with the content of their legal work move out of private practice 22 percent more quickly than those less satisfied. Perhaps satisfaction with legal work is merely portable to other sectors of law that are outside private practice but still within the profession. Furthermore, satisfaction with collegiality in the workplace does not ensure that lawyers will stay in private practice (counter to Hypothesis 1c). Satisfaction with collegiality increases the risk of leaving private practice ( =.142*). Lawyers experiencing more collegial workplaces move out of private practice 15 percent more quickly than those less satisfied with their coworkers. It seems that enjoying the substance of law practice and having good colleagues may not be sufficient to keep lawyers in private practice when other factors fall short of expectations.
In sharp contrast, workplaces that offered flexible schedules (on a full-time basis) significantly decreased the risk of lawyers leaving private practice ( =-.218*). Consistent with Hypothesis 3, lawyers working in offices that offered flexible full-time schedules moved out of private practice 20 percent more slowly than those without flexible schedules. Such flexibility, while still maintaining full-time hours, might be a much-valued benefit for lawyers with family responsibilities or those lawyers seeking to attain an improved quality of life.
In Model 4, we also introduced a measure of sexual discrimination experiences in the practice of law. Lawyers who experienced discrimination were significantly more likely to exit ( =.257*), leaving private practice 29 percent more quickly than those who were not targeted by sexual discrimination. This experience was highly gendered, with 74 percent of women in our sample reporting having experienced sexual discrimination in the practice of law, while only 11 percent of men stated they had experienced sexual discrimination. With the introduction of sexual discrimination to our equation, gender is no longer a significant predictor of the risk of leaving private practice.
In our final model, Model 5, we introduce the effects of interruptions on careers. Parental leave has the largest effect ( =.337**). Taking a parental leave moves individuals out of private practice 40 percent more quickly. Thirty-nine percent of women in private practice reported taking a parental leave compared with just 4 percent of men (t-test=15.997, p<.001). Leaves for other reasons also propel lawyers out of private practice ( =.263*). These other leaves move lawyers out of private practice 30 percent more quickly than those who have not taken such leaves. Again, these leaves were more often taken by women (25 percent) than men (16 percent) (t-test=4.035, p<.001). In addition, consistent with Hypothesis 4a, longer interruptions between professional positions also appear to move lawyers out of private practice more quickly ( =.014***). Recall that these leaves were for a range of reasons, including unemployment spells, return to education, travel, illness or injury, and care of children. That said, women were more likely to experience these interruptions, often for the care of children. In Table 3 , we examine these models separately for men and women. Some interesting gender differences emerge. First, the effects of having children on legal careers vary dramatically for women and men. When we explore the reduced model (Model 1) separately for women and men, we discover men's hazard of leaving private practice decreases by 42 percent with two children (hazard ratio=.579, p<.01) and by 53 percent with four or more children (hazard ratio=.466, p<.05). In contrast, women's hazard rate for leaving private practice increases by 53 percent with one child (hazard ratio=1.526, p<.05), 69 percent with two children (hazard ratio=1.69, p<.01), and 106 percent with three children (hazard ratio=2.063, p<.001). The effects of the number of children fell from statistical significance with the introduction of the parental leave variable, suggesting that parental leave mediates the relationship between children and leaving private practice.
Working long hours increases the hazard for women to leave private practice, but it had no similar effect on men's movement out of private practice. Recruiting clients to the firm and serving corporate clients both assure women and men of a reduced risk of leaving private practice, though the effects were stronger for men. Women appear to move out of small firms of less than ten lawyers more quickly (p<.05), while men's retention rate appears more secure in the large law firms (borderline significance of p<.10).
Counter to Hypothesis 1d, we find no statistically significant differences in men's and women's mean average levels of satisfaction across content of work, power-track, and collegiality (See Table 1 ). Satisfaction with power-track was particularly effective in stemming the flow from private practice, and this effect was significantly stronger for men. And interestingly, although the effect of flexible (full-time) hours is negative on the movement of men and women out of private practice, this effect is statistically significant only for men. The provision of flexible, full-time work appears to be of considerable value to male lawyers.
Perhaps most impressive are the effects of leaves. Women pay a heavy price for both parental leaves and any other forms of leave taken during their positions in private practice. Taking a parental leave increases women's hazard of leaving private practice by 37 percent (hazard ratio=1.370, p<.05) and taking a leave for other purposes augments the hazard of leaving by 48 percent (hazard ratio=1.486, p<.01) (supporting Hypothesis 4b). In sharp contrast, for men, taking a leave, parental or otherwise, has no significant impact on their risk of leaving private practice. 
IV. DISCUSSION AND CONCLUSION
This paper began with an exploration of three theoretical models of turnover. Our study found mixed support for the role of job satisfaction. Although, satisfaction with power-track (promotions, earnings, and prestige) reduced the risk of lawyers leaving private practice, satisfaction with content of work and collegiality did not have the same retention power. Our measures of job satisfaction were derived from the first survey in 1990 and serve only as a proxy for facets of job satisfaction in early careers. It is possible that many lawyers shifted jobs early on in an attempt to achieve better levels of job satisfaction. We found no evidence of gender differences across facets of job satisfaction, although satisfaction with power-track appears more effective at retaining men than women lawyers in private practice.
We also explored the role of family pressures. We found evidence that women are at a greater risk of leaving private practice, especially when they have more than one child, while men are more likely to remain in private practice with growing families. However, it is the impact of parental and other leaves and interruptions between professional positions that take the greatest toll on women's careers. Upon return from these relatively short gaps (over the course of a career), women lawyers appear to face an uphill battle with retention and advancement in private practice. A key issue is to investigate how women are treated upon return from parental leaves and whether they are disadvantaged in terms of clientele, assignments, support by colleagues, and assessments of competence by firm leaders. Are women, as some research suggests, held to a higher standard than their male colleagues upon their return from a parental leave? 103 
A. Nature and Time of Exits
An important question is whether lawyers who leave private practice do so as a result of their own decision to quit or as a result of layoffs, firing, or other forms of termination? Several studies find that employees quit jobs sometimes as a preemptive move when employees perceive a high risk of job loss. 104 Early exits from private practice may be the result of associates leaving their firm in anticipation of not receiving an invitation to join the firm's partnership. 105 It seems, however, more likely that such early job changes would lead associates to seek positions with other firms or to establish a solo practice, enabling them to continue in their areas of law and within private practice rather than exiting private practice altogether.
Unfortunately, our study does not enable us to distinguish between voluntary (e.g. quits) and involuntary turnover (e.g. termination). On the one hand, having knowledge of the specific context under which a job exit took place may be relevant to subsequent job moves, 106 and these different types of exits may have different antecedent factors. 107 However, current scholarship suggests that "[i]n a climate of rising risk and constraint, voluntary-involuntary turnover distinctions are increasingly blurred." 108 Some women or men exit their jobs (and private practice) because of parenting obligations and poor work-life balance, while others quit in anticipation of being let go or are encouraged to leave voluntarily. Lawyers may describe their moves as voluntary when in fact termination was imminent or had already taken place. 109 Regardless of whether exits were voluntary, some research suggests women are departing firms "in large numbers prior to making partner." 110 Mary Noonan and Mary Corcoran, for example, found "[w]omen who entered private practice were 1.8 times as likely as men to leave within four years (18 versus 10 percent)." 111 Our findings suggest this form of attrition is an important part of the story. Women in our sample were more likely to leave private practice early in their careers: 31 percent of women compared with 21 percent of men left within five years (t-test=-7.40, p<.001). Our results also suggest that many moves from private practice take place after lawyers have already attained law firm partnership status. Studies have suggested that some women delay having children until after they have reached partnership. 112 Having established themselves within firms, these women then encounter the full weight of an organizational structure that lacks accommodation for parental leaves and schedule flexibility. A study more narrowly focused on exits from law firms could more directly address whether, prior to partnership decisions, women switch firms or leave private practice and whether different or similar dynamics drive women out after partnership has been granted.
B. Policy and Practice
Firms offer earnings and promotions as inducements to retain their professional legal talent who might otherwise easily transfer to other firms. 113 Our study suggests that satisfaction with power-track reduces the risk that lawyers will leave private practice. Nonetheless, firms can take other initiatives to retain legal talent, initiatives that are less costly than lucrative salaries. Lawyers in our study were less likely to leave organizations that offered flexible full-time hours. This finding is consistent with a sizeable body of research demonstrating that greater employee flexibility can promote retention, especially for employees with chronic overloads and time strains. 114 Pamela Stone's research has shown that women professionals often feel pushed out precisely because of the inflexibility and excessive demands of their jobs. 115 Unfortunately, flexibility policies are often "on the books" but not widely available in practice. 116 Scholars increasingly suggest more fundamental changes are needed to the structure and culture of time at work to achieve improved well-being of professionals and their families. 117 This will require fundamental changes to the temporal organization of work, more than simply drafting policies that are frowned upon by firm management if accessed by lawyers. 118 Another strategy to retain legal talent is to offer improved parental leave arrangements. Our results suggest that perceptions of sexual discrimination may be connected to the negative career consequences of taking parental and other leaves. Women who take a parental leave may find themselves marginalized in the firm upon their return. 119 Future research should explore the impact of length of parental leave and the consequences of taking more than one parental leave on promotions and retention in law firms. Parental leaves may be particularly restricted within solo practice and small firms for financial reasons, and it is notable that we find women are at greater risk of leaving private practice from small firms. Programs that provide financial benefits to practicing lawyers in small firms and solo practices may help to make parental leaves a realistic option, while maintaining the viability of these smaller practices. 120 The need for greater balance between professional and private life in the legal profession has been the subject of considerable discussion in recent years in the media, law journals, and legal periodicals. 121 Numerous studies have called for alterations in the structure of the profession to allow greater flexibility in scheduling, taking leaves, 122 and easier transiting for those who want to leave the profession and reenter at a later time. 123 Improving flexibility for lawyers in private practice and accessibility for individuals returning to private practice are pressing issues, particularly given changes to legal careers brought on by the forces of globalization, economic recession, and the growth and reach of large law firms. For legal professionals, turnover is rapidly becoming a fact of contemporary working life, as job changes and job insecurity become the norm. The career mystique of continuous employment with the same firm is no longer the case. 124 As Phyllis Moen and colleagues remark, "Contemporary employment paths are often marked by turnover in light of global economic forces and job conditions impelling employees out of particular jobs and even out of the workforce." 125 Our study reveals career interruptions between professional positions in private practice may hasten lawyers' exits from private practice. Future research needs to examine the nature of those interruptions. Some studies suggest that unemployment spells might be more damaging to future earnings than gaps for self-employment or family leave. 126 Future work needs to explore whether gaps between professional positions and leaves during positions, and for which purposes, are viewed as resulting in skill atrophy and whether these paths have a negative impact on subsequent employment and earnings. 127 In conclusion, careers among private practitioners appear to be changing through a diversity of pathways, with continuity of employment with one employer no longer the singular career model. Increasingly, lawyers move between firms and across sectors of practice, and these trajectories may include gaps between jobs and leaves during the course of professional positions. Yet, the private practice of law continues to rely on a traditional model of linear and continuous careers, 128 with an emphasis on billable hours as the "bottom line," 129 and a strong resistance to workplace accommodations. Attrition from private practice appears to be rooted in organizational constraints that push lawyers out. Discussions that focus on work-life balance as exclusively a woman's issue or that focus narrowly on motherhood as the primary source of job-leaving among women lawyers deflect attention from the important structural and institutional issues that constrain career pathways for both men and women in the legal profession. 130 127. See generally WILLIAMS, supra note 78 ("The central argument of this book is that conventional family life does not work well for those who live it.").
128 129. Epstein, supra note 52, at 323; Rhode, supra note 10, at 1008. 130. Percheski, supra note 12, at 514. See also Wenk & Rosenfeld, supra note 10, at 129 ("Most of the existing literature on women's employment reentry focuses on one particular reason to the exclusion of others, with a great deal of it on women's employment patterns associated with childbirth.").
